Purpose -The research compared the predictors of work-related stress for policemen and policewomen. Stressors included workplace problems, token status in the organization, low family and coworker support, and community and organizational conditions. Design/methodology/approach -In 11 police departments, racial and ethnic minorities were oversampled. Of 2,051 officers sampled, 46.2 percent responded. Questions and scales were adapted from prior research on both males and females. Regression analysis revealed the strength of individual predictors of stress, the variance explained by workplace problems, and the additional variance explained by social support, token status, and community and organizational context. Findings -Workplace problems explained more male's than female's stress. Regardless of gender, the strongest predictor of stress was bias of coworkers, and a weaker predictor was language harassment. Just for males, lack of influence over work and appearance-related stigmatization were additional predictors. Workplace problems explained gender differences in stress that were related to token status as a female. Research limitations/implications -The sample was not representative of all police in the USA. Measures of community and organizational characteristics were highly intercorrelated, so they could not be examined separately. Especially, for women, there is a need to identify additional sorts of influence on stress. Practical implications -Although individual interventions and coping strategies are important for reducing police officer stress, changes in the organizational context also deserve attention. There is a need to develop and test interventions to reduce bias among coworkers, to contain language harassment, and to provide police with an increased sense of control over their work. Originality/value -The paper focuses on stress within the policing environment.
Introduction
Stress that results from a negative workplace environment and interactions at work has been recognized as a major problem for police officers. While some stress can be a positive motivator, it is generally regarded as destructive and even life threatening. Officers who experience high levels of stress commonly have poor health (Cooper and Davidson, 1987; Fletcher, 1988; Kirkcaldy et al., 1995) , are frequently absent from work (Wright and Saylor, 1991) , experience burnout (Brown et al., 1996; Burke and Deszca, 1986; Crank et al., 1995; Lord, 1996; Stotland and Pendleton, 1989) , are dissatisfied with their jobs (Norvell et al., 1998) , and suffer from increased chronic stress, depression, heart disease, stomach disorders, and alcohol and drug use and abuse (Anshel, 2000; Biggam et al., 1997; Dietrich, 1989; Lord, 1996; Walker, 1997) . It is, therefore, essential to understand the influences on stress, and to understand whether these influences vary between subgroups. By understanding group-specific differences in the influences on stress, it is possible to develop interventions that would reduce the workplace problems that are most related to job-related stress experienced by particular groups of officers.
There are several reasons to expect that predictors of stress will be unique for women in comparison to men. Despite the opportunities that federal legislation [1] in the 1970s created for women employed in police agencies, in 2001, compared with the 46.5 percent participation of women in the whole of the US labor force, women accounted for only 11.2 percent of all sworn police officers (National Center for Women and Policing, 2002) . Thus, women in policing are almost always members of a token group, and they are, therefore, likely to have different experiences in the workplace than do men. Women police officers' stress, therefore, may be predicted by a set of problems in the workplace that are not predictive of men's stress.
Beyond workplace problems specific to women or more generally specific to token status, a broader context needs to be examined to fully understand gender differences in predictors of stress. Social support from family and other police officers might be especially important predictors of low stress for women, because they experience some unique workplace problems, some of which involve rejection by other police.
Police officers' stress also must be considered in the context of the department and community differences that might influence it. Women are especially unlikely to work in rural and small departments that serve populations of less than 50,000 and that have 100 or fewer sworn officers (National Center for Women and Policing, 2002) . Differences such as community crime rates and organizational size might produce stressors that disproportionately affect women or men in policing, because the two gender groups tend to work in different settings. To understand the importance of potential predictors of stress, and the differences in these predictors for women and men, it is necessary to consider not just workplace problems, some of which are related to gender, but also to consider token status, social support, and features of the police organization and community.
Prior research and hypothesized gender differences Workplace problems and stress Workplace problems include those related to how the organization functions, for example, the promotion process, and climate issues like hostility or isolation of workers. White and Marino (1983) found from their longitudinal, quantitative research on men and women that these sorts of workplace problems were the only types of factors that seemed to be causally related to police officers' stress. Other studies have documented that workplace problems are the strongest if not the only predictors of occupational stress for police (Crank et al., 1995; Hurrell, 1995; Kirkcaldy et al., 1995; Brown et al., 1996; Juniper, 1996) . In a 1990 study of 1,087 police officers from 24 police department across the USA, Morash and Haarr (1995) found that for women, 39 percent, and for men, 28 percent of the variance in stress could be explained by workplace problems. For women, lack of influence on policing, language harassment, problems with racial and ethnic group bias, being treated like they were "invisible," and overestimates of physical abilities were the significant predictors. For men, the strongest predictors were lack of influence and being ridiculed and set up for failure by other officers; weaker but still statistically significant predictors for men were overestimates of physical ability and language harassment. Family and coworker support were not significantly related to stress, and Morash and Haarr (1995) did not consider whether token status due to ethnicity or race or organizational/community characteristics contributed to stress. Given prior documentation of the high importance of workplace problems in predicting stress, we hypothesized that workplace problems would be the primary predictors of police officer stress, for both women and for men, after other types of potential stressors had been included in the predictive model.
Several researchers besides Morash and Haarr (1995) have identified unique stressors for female police (Ellison and Genz, 1983; Wexler and Logan, 1983; Goolkasian et al., 1985; Norvell et al., 1993; Haarr and Morash, 1999; He et al., 2002) . Ellison and Genz (1983) identified women's unique stressors as lack of acceptance by the male subculture and the related denial of needed information, alliances, protection, and sponsorship from supervisors and colleagues. Wexler and Logan (1983) identified the woman-specific stressors of sexist, negative attitudes of male officers, group blame, responses by male officers, and lack of role models. Finally, Goolkasian et al. (1985) identified women's special stressors as disapproval from fellow officers in the academy and in first jobs, coworkers' demands that the women prove themselves, and lack of informal tutoring and mentoring. The literature specific to police women suggested the hypothesis that predictors of stress would be unique to gender groups of police officers. Kanter (1977) argued that within organizations, power differentials between those possessing a master status and those who did not (i.e. tokens) created special stressors for the tokens. Tokens in organizations stand out from the crowd, are more visible than other workers, and thus are open to more observation, potential criticism, and exclusion from supportive work groups (Kanter, 1977) . As they progress in their careers, women who are tokens in their organizations may be encouraged and permitted to do different types of work than men do, gender differences may be emphasized, and similarities may be downplayed (Martin, 1990) . The gender-related organizational dynamics can be manifested in women's perceptions of limited opportunities for advancement, misjudgments about their physical capabilities, hostility towards them, feelings of lack of influence or invisibility, experience of bias, and experience of harassment on the job (Martin, 1996; Morris, 1996) . These are some of the workplace problems associated with token status. There may be other stress related realities of being a token in an organization.
Token status
Consistent with Kanter's theory and other relevant research on tokens in organizations, Krimmel and Gormley (2003) found that women in departments with less than 15 percent female officers reported low levels of job satisfaction (Belknap and Shelly, 1992) , high levels of job-related depression, and low self esteem. In addition, token status is related to acceptance by majority officers (Ellison and Genz, 1983, p. 68) , lack of role models (Wexler and Logan, 1983) , and outright bias (Ellison and Genz, 1983; Goolkasian et al., 1985) . Based on the previous research, we hypothesized that token racial, ethnic, and gender status in the department could provide explanation for Gender differences in the predictors stress beyond what can be predicted from workplace problems, social support, and community conditions. Testing this hypothesis would show whether differences in token status accounted for gender differences in the predictors of stress, or whether token status makes a unique contribution to prediction.
Support networks
Work-related stress occurs not only because of workplace problems, but also because these stressors are not counteracted by family and coworker support for work activities (Bannerman, 1996; Cullen et al., 1985; Ganster et al., 1986; Graf, 1986; Anne Morris et al., 1999; LaRocco et al., 1980) . For police, important support networks include family, superiors at work, and peers at work (Cullen et al., 1985) . For female officers (and other minority groups in the department), social support for one's work activities may be especially important as a countervailing influence on stress levels (Martin, 1990; Walker, 1985) . Morash and Haarr (1995) found that even though policewomen who were surveyed in 1990 experienced some unique stressors (harassment and bias problems), they did not have significantly higher levels of stress than did policemen. Findings about social support were the basis for hypothesizing that it would be related to lower levels of stress, particularly for women.
Community conditions and organizational features
Police organizations typically have wide variations in local settings where they have jurisdiction. For instance, there is considerable variation in the percent of poor people in a jurisdiction, the amount of violent and property crime, whether the area is rural or urban, and so on. These contextual characteristics are highly correlated with the structure and the size of the police department. In general, large municipal departments (as opposed to county sheriff departments) [2] are found in the urban areas where at least some neighborhoods and economic centers are marked by high density, high levels of poverty, and high levels of crime and disorder [3] . Police officers who work in urban areas may face greater danger at work due to the higher levels of violent crimes, calls for service, and social disorder than their counterparts, and these contextual differences could contribute to their levels of stress (Oliver and Meier, 2004) . It also might be that the more militaristic, bureaucratic, discipline-oriented nature of large urban departments result in stressors beyond what can be explained by workplace problems (Kroes, 1986) .
Some researchers have focused on the effect of organizational characteristics of the police department, especially the size and location of the police department (Brooks and Piquero, 1998; Crank and Caldero, 1991; Gaines et al., 1991; Oliver and Meier, 2004; Regoli et al., 1989) , on stress. Regoli et al. (1989) , for example, found that in large departments, managers and executives might lose control, and this could contribute to stress. They also found that, in smaller agencies, more informal relationships between community members and officers and between superiors and subordinates might lead to less stress. Similarly, Gaines et al. (1991) argued that police officers in large departments were especially stressed because they thought the agency was self-serving and unresponsive. More recently, Oliver and Meier (2004) found that the larger the department, the higher the levels of stress. Therefore, the level of crime and disorder and the characteristics of departments might predict stress. Because female and male police work in different types of police organizations and different types of PIJPSM 29, 3 communities, these features of the work context must be considered in the examination of gender differences in predictors of police stress.
Methodology

Sample
The data for the research were initially collected for a follow up study of research done in 1990. In 1990, 24 departments were recruited for a study through advertisement among the members of the Police Executive Research Forum, an organization that includes police departments interested in applying the results of research. Of the 24 departments that were initially surveyed, 11 agreed to participate in 2003. There were few significant differences between the participant and non-participant departments (Appendix 1). Non-participating departments had a lower unemployment rate and more citizens per police officer, and they also were larger. Two very large departments were in the non-participant group. It may be that the larger departments with fewer officers per capita had competing demands for their use of time. The participant and non-participant departments were not significantly different on other dimensions, including racial composition of the community, poverty and income indicators, crime rates, type of agency, and region of the country.
The 2003 data were used for the present analysis. The aim of the sampling approach was to include officers with a wide variety of demographic characteristics. Police departments were asked to invite 30 individuals in each of the following groups to complete the survey: African American women, African American men, Asian women, Asian men, female Hispanics, male Hispanics, white women, and white men. Although there are many other racial and ethnic groups, for example, Native Americans or various immigrant groups, we were limited to the most common groups in US departments; it would not have been possible to obtain adequate numbers of participants in other departments from those that we included in the study. In many departments, there were not 30 individuals in each category, so a smaller group was approached. The resulting 2003 sample of participants was 947 police officers from the 11 police departments.
One of the researchers spoke with a contact person in each department and negotiated an approach to sampling that would result in subgroups that would be reasonably representative, but that the department felt was feasible to approach given its workload and resources. In some cases, particularly in small departments, it was possible to actually randomly sample officers from a stratified list. In other departments, after we ascertained that officers who reported for different shifts were generally representative of officers in the department, officers on a certain shift were approached. We encouraged departments to allow work time to complete the survey, but a few departments were only willing to distribute the surveys by internal mail and ask that they be mailed back. These departments had the lowest response rates. In all, 2,051 individuals were asked to take part in the survey, and 947 (46.2 percent) returned a survey. Response rates varied by demographic group. Surveys were returned by 50.2 percent of European-American male offices, 48.1 percent of European-American female officers, 19.5 percent of African American male officers, 31.0 percent of African American female officers, 50.0 percent of Hispanic male officers, and 29.2 percent of Hispanic female officers.
The 11 departments that participated in the research included three that were quite large: an East Coast department that served a population of over one and a half million, Gender differences in the predictors a South Western department that served a population of about one-half million, and a Midwestern department serving a population of just under 400,000. The departments that served medium sized areas, ranging from 130,000 to 34,000 people, were in rural/small city/suburban areas of Maryland, North Carolina (2), Iowa, and California. Departments serving populations under 100,000 were in Georgia, Oregon, and Florida. European-American males were a large proportion of the sample, because many departments did not have the desired number of 30 employees in minority gender, racial, or ethnic groups. Males were just over 72 percent of the sample, whereas females were 27 percent of the sample. In addition, two thirds of the officers were Caucasian, and racial minority officers made up one third.
The final sample of departments and individuals in the departments was not intended to be a probability sample. However, the large sample size gives us some confidence that the various subgroups were reasonably well represented. Most of the minority groups had the lower response rates, so future research is needed to determine how generalizable findings are, especially to those groups. The research, however, can shed some light on hypotheses that might be most fruitfully tested in future studies with probability samples, and it is particularly useful in comparing the gender groups, which did not differ markedly in response rates. In future research, to confirm external validity, the findings also can be compared with findings from other non-probability samples.
Variables and measurement Workplace problems. The Morash and Haarr (1995) items were used to measure workplace problems, because they included problems previously identified in the literature as relevant to women and men, and additional problems identified in field research with women offenders. The additional items corrected a prior neglect of problems that women most often experienced. The workplace problems were: overestimates of physical ability, underestimates of physical ability, perceived lack of advancement opportunity, ridicule and setups, lack of influence, invisibility, language harassment, bias, sexual harassment, racial harassment and stigmatization because of physical appearance (Appendix 2 and 3). The a statistics reflecting the reliability of scales for workplace problems ranged from 0.60 to 0.92; all but two of ten coefficients were above 0.70.
Social support for work activities. Measures of co-worker and family support were adapted from Cullen et al. (1985) . In our data, support from peer-level coworkers and superiors were highly correlated. To avoid a multicollinearity problem, they were combined into one scale reflecting support from the work group. The reliability coefficients were 0.73 for support from work group and 0.74 for support from family.
Token status. Separate items were used to reflect token status based on gender, race, and whether the officer identified as Hispanic. The Hispanic ethnic group was the only one large enough to be considered in the analysis. To develop each token status item, we calculated the percent of people in the same demographic category as the respondent [4] . This process yielded three separate measures, the proportion of officers in the departments who matched the subject in gender, the proportion who matched in race, and the proportion who matched the respondent in being or not being Hispanic. On each of the three dimensions (gender, race, Hispanic or not), each case was coded 1 if the person was in a department where 15 or less percent of the officers shared the particular demographic characteristic and 0 if the person was not in a 15 percent token group within the department (Krimmel and Gormley, 2003, p. 75-6) [5] . No men were in PIJPSM 29,3 a department where they were a minority, so gender token status group could not be considered in analyses limited to males. For women, token status was highly connected to violent crime rate (r ¼ 2 0.87), with the result that the variance inflation factor (VIF) was unacceptably high (VIF ¼ 13.27). Thus, token status due to gender was not considered in any regression analyses.
Community and department characteristics. We identified a variety of indicators of the type of community and the nature of the police department in two databases: the Law Enforcement Management and Administrative Statistics (LEMAS) (2000) and the Uniform Crime Reports (2000) . The indicators of the type of community served by the police department and the characteristics of the department included percent poor, percent minority, municipal vs county department, violent crime rate, property crime rate, unemployment rate, population density, and ratio of the number of officers to the population. Because these variables are highly correlated with each other, it was problematic to untangle urban setting, department size, high crime rates, percent of the population that is below the poverty line, ratio of police to the population, and other indicators of potentially stressful contexts.
To avoid multicollinearity problems, based on work by Crank and Caldero (1991) , we began with the assumption that a high violent crime rate would be related to stress. Next, we added each variable that did not increase the VIF beyond an acceptable level (i.e. VIF . 4). In addition to violent crime rate, the variables that we included in our analysis are property crime rate and type of police agency. The violent crime rate and the property crime rate variables were ratios of the number of reported violent offenses per 100,000 people in the population. Type of agency was coded 1 for a municipal police department and 0 for a county department. Based on the intercorrelations, we can conclude that in our sample, areas with a high crime rate and a municipal police department also had a high percentage of property crime, a high percentage of households below the poverty line, a high percentage of minority residents, high density, and a high ratio of police to citizens.
Stress. A Likert scale (1 ¼ strongly agree to 5 ¼ strongly disagree) included the following four items to indicate occupational stress:
(1) The amount of unwanted stress on my job has had a negative effect on my physical well-being. (2) I really felt a lot of unwanted emotional stress from this job. (3) My feeling is that I needed to get some special help in managing the stress of my job. (4) It seems that I can deal with the tensions of my job to the point that they do not interfere with family and social life (reverse coded).
The Chronbach's a coefficient was 0.78, the mean score was 2.7, and the standard deviation was 0.9[6]. Control variables. The control variable, education, was coded as 1 for bachelor's degree or higher and 0 for less than a bachelor's degree. Age was measured on an ordinal scale with categories reflecting from under 20 to over 60. For the measure of minority status, white non-Hispanics were coded as 0, and other demographic groups as 1. Since, all police are in the same occupational group, and there is considerable similarity in education and training, social class when growing up was considered. It was measured Gender differences in the predictors on a self-report ordinal scale (i.e. 1 ¼ poor, 2 ¼ working class, 3 ¼ middle, and 4 ¼ better off than most). Finally, years of employment as a police officer was not included as a control variable because it was highly correlated with age.
Analytical strategy
The analysis first used a two-tailed independent sample t-test to examine the differences of means scores for female and male officers. Since, we were interested in whether the effect of various predictors varied by gender, we then employed OLS regression analyses for female and male officers separately to determine variance explained by workplace problems, token status, social support, and organizational and community conditions. More specifically, for each gender group, at step one all of the workplace problems scales were entered. At step two, the indicators of race and the indicator of ethnic group token status and variables reflecting social support and organizational/community features were added. In the final step, control variables were entered [7] . In addition to OLS regression analyses, we also included a test of the significance of the overall R 2 at each step, a test for the significance of the increase in R 2 at steps two and three, and tests of the significance of coefficients for independent variables. To determine whether predictors varied by gender groups, we used a z-statistic to compare the females' and the males' regression coefficients for each variable in the full model (Paternoster et al., 1998) [8] . Finally, we compared the R 2 for females and males at each step to determine whether the predictors explained similar amounts of variance. Table I shows descriptive statistics for the sample, and Table II presents the results of a two-tailed independent sample t-test to compare female and male police officers on each of the dependent and independent variables. Female officers have statistically significantly higher level of stress than male officers. Compared to males, females also experience significantly more problems with underestimated physical ability, perceived lack of influence on how policing gets done, bias, language harassment, and sexual harassment. As expected from the literature documenting that females tend to work in large urban rather than rural and small departments, female officers were more likely to work in communities with high violent crime rates. Just over half of female officers were gender tokens in their departments, and as already noted, none of the male officers were. There was not a statistically significant difference in the proportions of women (9 percent) and men (11 percent) who were race-group tokens. However, a statistically significantly higher proportion of the women (16 percent) than the men (10 percent) were tokens by virtue of being Hispanic.
Findings
Bivariate analysis
Multivariate analysis
We have already noted some problems with multicollinearity that necessitated dropping variables from the analysis or creating combined scales. It appears that the workplace problems we measured explained the same variance as gender token status. This suggests that the specific dynamics through which token status had its effects is well explained by the workplace problems measured in the research.
In the regression analysis for female officers, workplace problems explained 24 percent of the variance in stress, and the finding was statistically significant (Table III) . PIJPSM 
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The additional variance explained by the social support, token status, and community/organization variables was just 0.004, and the increase was not statistically significant (F ¼ 0.13, df ¼ 7, 169). The additional variance (0.003) explained by adding the control variables also was not statistically significant (F ¼ 0.16, df ¼ 4, 165, p . 0.5). Table IV presents the results from the regression analysis for male officers. The workplace problems explained 36 percent of the variance in stress. The additional variance explained by racial and Hispanic group token status, support networks, and community/organization characteristics was 0.04. Although this is not a large increase, it is statistically significant at the 0.05 level (F ¼ 4.69, df ¼ 7, 518). The additional variance (0.007) explained by the control variables was not statistically significant (F ¼ 1.48, df ¼ 4, 514).
After all variables are introduced, the strongest predictor of stress for both female and male officers is dealing with bias by coworkers. Officers reporting high stress said they personally experienced racial or ethnic bias and they spent considerable time and energy dealing with and helping other officers deal with prejudice and bias. For both women and men, a weaker predictor of stress is language harassment through exposure to profanity and to sexual jokes. Table V indicates that the size of the effect of racial and ethnic bias and language harassment on stress did not vary between female and male officers (z ¼ 0.39 for bias; z ¼ 0.56 for language harassment). These two workplace problems were equally predictive of stress for both gender groups. Some predictors of stress are different for females and males. For male officers, a perceived lack of influence on how police work is accomplished is the second strongest predictor of stress, followed by stigmatization based on appearance. Male officers who felt stressed said they could not influence the way policing was done and could not influence department policies. In contrast, stigmatization based on appearance and lack of influence are not significant predictors of female officers' stress.
For the full regression models (step 3), the amount of explained variance was 0.16 more for men than for women (0. 41-0.25) . This difference in explained variance was statistically significant (df ¼ 664, 680; F ¼ 1.17). There was similarly a gender difference in amount of explained variance at step 1 (df ¼ 810,834, F ¼ 1.4) and step 2 (df ¼ 664, 689; F ¼ 1.17) of the regression analysis. Workplace problems appeared to explain substantially more of men's than women's stress. Also, the organizational and community context accounted for little of the women's, but a modest amount of the men's, variance in stress. This may be because women are concentrated in the large, urban departments, and therefore vary little from each other. Table V . Gender differences in results of regressions of stress on workplace problems, social support, community conditions, token status, and control variables Gender differences in the predictors Discussion and conclusion Consistent with prior research, the present study confirmed that workplace problems account for a substantial amount of police officer's stress regardless of social support from family and work group, community/organizational conditions, racial and Hispanic group token status in the department, and demographic factors. Except for a small (though statistically significant) effect of racial token status for men, the workplace problems that were measured accounted for any effects of gender, race, and Hispanic group token status. These findings suggest that interventions -including strategies of management, supervision, and training -to reduce workplace problems, particularly bias among coworkers, could have a substantial effect on police officer stress. It is notable that for women and men, profanity and sexual jokes are related to stress. It is important to recognize that not just women feel uncomfortable in environments that are marked by profanity and sexual jokes. Although some men may find what others classify as language harassment to be confirming of their masculinity, increasingly women and men in USA are moving away from extreme gender segregation and patterns of denigrating women. Police departments may find increased negative fallout for a variety of employee demographic groups when such practices are tolerated.
The lesser amount of explained stress for women suggests the need for a search for other influences on their stress. Hochschild (1983, p. 7) recognized that some jobs require emotional labor, inducing or suppressing "feelings in order to sustain the outward countenance that produces the proper state of mind in others." The management of one's emotions in order to accomplish one's work seems to fall more heavily to women regardless of whether women or men dominate as employees for an occupation (Steinberg and Figart, 1999, p. 177) . It is possible that within at least some police departments, the management of others' emotions disproportionately falls to women. Women police, for example, are often heavily involved in working with sexual assault victims. It is not clear that such emotional labor would translate into higher stress, since emotional labor can be a rewarding, rather than a stressful aspect of work (Wharton, 1993; Wharton and Erickson, 1995) . Thus, it would be useful to document the gender and minority status distributions of emotional labor in police departments, and also the effect on stress.
Another place to look for explanations of women's stress that were not included in the workplace problems we have studied is their heavier load in nurturing and monitoring children and as caretakers of the household. It is very well documented that working-women carry a heavier load than working men in these areas (Deutsch et al., 1993 , US Department of Labor, 2005 . Research is needed to determine whether such pressures from outside of the workplace are key to explaining women's stress. If they are important for women or for men, interventions should include supports and resources to reduce the pressures.
Male officers' sense that they lack influence over practices and procedures at work, that is "the way police work gets done," is an important predictor of their stress. It is not clear why this is the case just for the males. Perhaps, we could have demonstrated a significant difference for women had their sample size been greater. They do report higher levels of this workplace problem than do men. It also is possible that women are just stressed by other concerns, including those in and outside of the police organization.
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None of indicators of the intertwined community and department characteristics appear to have strong predictive value in explaining stress for female officers. This may be because of lack of variation on these variables, since most women work in large departments that serve urban areas. For male officers, consistent with the previous research, social supports from family decrease the level of stress. Surprisingly, high property crime rates are related to low levels of stress. One possible explanation is that a community with a high property crime rate has more to steal because there is a relatively high level of resources. Thus, the generally higher resources in a community might offset any stress related to property crime rates.
Inconsistent with our assumption that high violent crime rate would be related to stress (Crank and Caldero, 1991) , the violent crime rate was unrelated to stress levels. It may be that even in a high crime jurisdiction, many police officers are not directly dealing with violence much of the time. Violent crime tends to be concentrated in specific areas (i.e. hot spots) within most cities. Alternatively, police may self-select into their occupation because they have the capacity to cope with violence and disorder without enduring high levels of stress.
It should be noted that the measures for Hispanic and race group token status were limited. Racial groups and ethnic groups were somewhat confounded, since for example, Asian and Native American racial groupings might be seen as reflecting ethnicity as much as the Hispanic-not Hispanic distinction. Also, there are a multitude of ethnic groups across the USA, and groups differ by location in the degree to which they are a minority, so it is very difficult to determine which people are at risk for negative reactions on the basis of their perceived or self-identified ethnic and racial group membership. Future research might reconceptualized the categories we have used to identify those who might be seen as tokens, and therefore treated more negatively than others in police organizations.
Additionally, future research might be able to untangle the community conditions from large urban departments and provide a more detailed examination of these factors as predictors of stress. The high correlations between the measures of community and organization characteristics occurred in our sample, but they would not necessarily be replicated in other samples of departments.
Another limitation of the present research is that the departments are not representative, and the samples within those departments were not random. However, as noted earlier, the samples are relatively large and a diversity of officers is included. Also, the departments were quite different from each other and included some in large urban centers, some in smaller cities, and some in counties with substantial rural areas.
In a sense, the finding that workplace problems are the strongest predictors of stress is not altogether discouraging. Workplace problems are potentially amenable to interventions through supervision, training, and the development of organizational norms and standards (Dekker and Barling, 1998; Chima, 1999) . Unfortunately, there is very little research on what specific strategies and approaches would provide organizational changes in the degree of bias in police departments. Possible strategies, which could be implemented and evaluated, would include cautious hiring and retention approaches, identification of employee concerns, restructuring jobs, and intervening in employee relations (Sharif, 2000, p. 111) . Additional modes of intervention are to provide emotional support, expression of respect and encouragement, and advice and referrals for employees (Cohen, 1990; Dewe and Guest, 1990) . Our findings did not show positive Gender differences in the predictors results from support at work or from the family; however, perhaps our measure did not tap the types of support that are most helpful. Given the destructive nature of stress that people experience due to their work, a research priority should be the evaluations of interventions that reduce the racial and ethnic bias that police feel from their coworkers, that reduce language harassment in the workplace, and that provide police increased control over their work. Community oriented policing might be viewed as one way to provide opportunities for police to control their work. Alternative organizational interventions for bias and harassment have not been compared and evaluated in research pertaining to the police, though for both women and men, this would be an important direction for study. 3. It should be noted that these correlations apply to our sample of departments, and not necessarily to all departments in the United States. For example, some county departments serve quite urbanized areas. However, in our sample, county departments served rural and suburban areas with low population density. 4. Additional information to measure token status was taken from the Law Enforcement Management and Administrative Statistics (LEMAS) for 2000. However, two departments were not included in the LEMAS database. Cases from these departments were dropped from the regression analysis. 5. Some research has used the cut off point of 25 percent of the whole to indicate token status (Brown, 1998) . Our results based on the 25 percent cut off point, however, were not markedly different than when the 15-percent cut off was used. Thus, results reflect token status coded as a dichotomous variable using 15-percent cut off point. 6. The distribution of the measure of stress was somewhat positively skewed. Thus, although the mean accurately reflects that many officers did not report much stress, it should be noted that over one quarter of officers reported some stress, and a substantial number (12 percent) indicated high agreement with all of the statements indicating stress. 7. Hierarchical Linear Models (HLM) was initially considered as a method for analysis because of the multilevel nested nature of our data (i.e. 947 individual police officers nested within 11 different police departments). To measure the proportion of variance in the stress outcome that is between police departments (i.e. the level-2 units), the intraclass correlation (ICC) was calculated (Raudenbush and Bryk, 2002, p. 71 To purchase reprints of this article please e-mail: reprints@emeraldinsight.com Or visit our web site for further details: www.emeraldinsight.com/reprints Gender differences in the predictors
